I. Introduction
Organizational climate was viewed to be comprised of qualities that discriminate one firm from another, that endure overtime, and help to control actions of employees within the organization (Forehand and Von-Gilmer, 1964). Climate is a subcomponent of organizational culture (Schein, 1992; Stringer, 2002) .Tagiuri, Litwin, and Barnes (1968) build upon Forehand and Von Gilmer assertions and added the notion that climate is a set of qualities that encompass the organization of inquiry. Organizational climate is the general perception of the working conditions of an enterprise, including the level of motivation, innovation, trust, conflict, morale, rewards equity, leader credibility, and resistance to change. Organizational climate develops over many years and is affected by many factors and therefore cannot change overnight. A "good" climate is not only keep people comfortable, but is also strategically advantageous to the organization while also bringing out the best in its stakeholders because they are in a motivational climate (Levy, 2013) .
Organizational climate also represents organizational values sensed by employees (Schneider, 1990 ) and the messages are sent from the environment of the organization to the perception of each individual member. These messages convey the organizations" expectations for employees "behaviors and imply the possible consequences linked to these behaviors. Therefore, employees of an organization develop self-expected work behaviors based on this information, Schneider, et al., (2005) . Employees detect how much the organization values their services based on organizational strategies and open communication displayed. Management should develop a sense of trust, leadership credibility, rewards integrity, and employee empowerment to attract warm organization climate. Organizational Climate is shaped by various factors which include; motivation which is the desire to pursue a goal together with the energy to stay committed even when challenges and barriers set in. Another factor is Change which is the willingness to innovate and adapt in a dynamic environment.
Teamwork on the other hand describes the collaborative interactions in pursuit of the goal that require both a sense of shared purpose and the right tools to be able to work and communicate as a team (Levy,2013) .There are shared values and learning on each other to achieve great things for the organization and ourselves. 1. Execution: Denoting the ability to achieve strategic results by implementing effective tactics and keeping to a schedule is also key in shaping the organization climate. Plans are as good as not having them if they cannot be implemented.
c. Embrace Innovation and the Entrepreneurial Spirit-Supervisors
The organization should strive to make workers job in to entrepreneurial experience. The answer is yes, but it will take some creative thinking and the willingness of managers to relinquish some control. Creating an entrepreneurial spirit begins with transforming workers into the economic engines of the company. One way to facilitate entrepreneurship is to set up each department or team as a profit center and allow them to keep any profits generated through savings or increased sales. The company can offer individuals in-house patents for innovative ideas and pay a royalty for the savings or revenues generated from the patented idea or have inter department innovation competitions and reward the best innovators Michele (2011).
d. Prepare Workers to Embrace Change
It is so important that change becomes an integral part of the organization's culture. This will reduce resistance to change. Organizations should review and institute new procedures and processes annually. If change is on everyone's seasonal calendar, it will not take anybody by surprise.
e. Create a Sense of Purpose
Organizational climate is enhanced when coworkers feel a connection or bond with their colleagues. Even if each employee has a different job within the organization, there needs to be a unifying, core purpose in what they do that is tied back to the organization as a whole. However, they are all connected to the unifying purpose of having a profitable and socially responsible firm. Connecting the dots, like the NASA objective of taking a man to the moon, so employees understand and visibly see how their work is related to the broader picture will do wonders for morale. Strategic statements should help in netting the workers together. Management should develop a sense of trust, leadership credibility, rewards integrity, and employee empowerment to attract warm organization climate.
g. Provide the Right Tools for Effective Collaboration
It is known that teamwork depends on the ability to effectively collaborate with one's coworkers in an environment best-suited for the exchange of information. Organization should provide an enabling environment for collaboration, meeting rooms, creative centres, collaborative soft wares and team building sessions can help build a positive climate.
h. Empower Employees for Better Execution
Employees want to feel that their work is valuable and they have some control in the final product. Organization support through empowerment leads to better execution because employees who are closest to the work product are able to address problems faster and have more ideas on how to improve efficiency. This can it generally create positive perceptions of the employer/employee relationship within the organization. Empowerment will give an organization that fresh scent of a good climate.
i. Find Periodic Downtime to Improve Execution
It may sound counter-intuitive to take a breath to improve execution. Signaling a stop to evaluate and refocus is health for a positive climate. This will reduce burnouts either mentally or physically.
j. Be honest in communications to build Trust
Ensuring, the organization communicates clearly and often to the employees about the true state of affairs, including the mission, goals, financial position, achievements and missteps of the organization. No one likes bad news, but trust will never flourish in an organization that refuses to air its dirty laundry. Keeping workers in the dark about the true financial health of the company only creates rumor-mongering.
k. Managers should Promote Ethical Behavior
High performance teams cannot be maintained in an atmosphere of unethical behavior. Organizations should foster trust through ethics to give guiding principle and consequences of non-compliance. There are several practices that build trust at both the individual and organizational level. Personnel procedures that produce the desired ethical behaviors and swiftly disciplines those who step outside these boundaries should be kept in play. Plants with the most favorable working environment are also the most profitable. The atmosphere of a workplace makes a difference to organization performance which manifest in profitability, coherence, societal support and stakeholders.
Organizational climate refers to an organization's policies, procedures, and practices commonly perceived by the members of the organization (Schneider, 1990) . That is, employees form a subjective awareness based on collective experiences in the organization and this subjective awareness is referred to as the "climate" of the organization (Schneider and Bowen, 1995) .Organizational climate refers to the organization"s support for employees" activities, work procedures, and behaviors as sensed by employees in all aspects of customer services (Schneider et al., 1998) .For example when employees sense that they will be rewarded for providing quality services to customers, and the organization implements service activities to support them, the organizational climate is thus formed (Schneider and Bowen, 1985) .Customers are also able to feel the organization"s organizational climate through their interactivities with the client service teams (Schneider, 1980 (Schneider, , 1990 .This customers" awareness of the organizational climate further positively affects their opinions and level of satisfaction to the company quality of the services (Bitner et al., 1990; Parasuraman, 1987; Kao, 2008) .
Thus, an organization must create and maintain a positive organizational climate that suits the attributes of the services it offers if the organization wishes to achieve the image of service excellence (Schneider and Bowen, 1992) . Organizational climate creates a cyclical system of positive feedback. Employees in a high organizational climate environment care highly about customers" opinions on their services and tend to think about how to improve their services and maximize customer satisfaction. These employees have higher tendency to show positive service/work experiences. Customers who benefit by such positive experiences also tend to give employees positive opinions. This positive feedback, in turn, encourages employees to strive for even better services in the next opportunity to serve a customer (Katz and Kahn, 1978) .
These companies are supposedly spending large amounts of resources to create a positive environment for their employees. Firms offer many varying types of tangible and intangible items to their workers in order to achieve some sense of positive attitude toward/about the organization. These tangible and intangible items that are received can be seen as creating different facets of the culture of the organization. These facets include supportive climate, ethical climate, social climate, and trusting climate. In order to create a supportive climate, companies provide things such as profit sharing, tuition reimbursement, flextime for mothers of young children, and receiving personal communication from the CEO. For ethical climate, firms provide compensation for community volunteer work, and provide an ombudsperson to help resolve conflicts within the workplace In many organizations the HR is the ombudsman,. In creating a social culture, companies have flattened their organizational. All people have access to upper management and promote monthly celebrations for things like birthdays and company financial successes (Levering and Markowitz, 2007). Finally, companies creating trusting climates have created transparent policies and allowed workers to participate in religious/cultural activities. It should be duly noted that these tangible and intangible items companies give to and allow of their workers cost time, money, and non-renewable resources.
Therefore, it is critical that we understand whether these climate variables indeed create enough positive people psychological and behavioral outcomes to warrant their continuance.
The idea of organizational climate integrates at least three types of concepts. They include Environmental concepts, such as size and arrangement of the firm, which are peripheral to the person, Individual concepts, such as attitudes the worker brings with him to the firm, Outcome concepts including such things as satisfaction, performance, and commitment to the firm, which are determined by the interaction between the environmental and individual concepts. The importance of investigating the interaction of organizational and individual variables is that it provides much needed direction for identifying and conceptualizing environmental variables relevant to the climate.
Other organization climate variables
Organizational climate variables such as participation, feelings of trust, and performance can provide useful insight for refining work environments (James and James, 1989).climate impacts employee attitudes and motivation which, in turn, has a direct impact on business performance (Stringer, 2002) .
A firm"s climate is only understood as they are perceived by the members of the organization, and thus, we must allow these organizational members to utilize the firm"s climate to filter phenomena to those employees (Litwin & Stringer, 2002) . Climate is rooted in the person-environment fit theories from Lewin (1951) whereby behavior is a product of both the person and the environment while culture assumes that the employee cannot be divided from the environment when employees sense that they are valued and supported by the organization, they think they have a duty and obligation to act for achievement of the organization"s goal, as a gesture to repay the organization"s support (Wayne et al., 1997) .Work environment characterized by positive organizational climate does not bring direct spill-over effect to the interactive relationships between the employees and the customers. Organizational climate only has moderating effects on the relationships between organizational support and loyalty/service delivery-related service-oriented organizational citizenship behaviors. No moderating effect is found in the relationship between organizational support and participation-related service oriented organizational citizenship behaviors.
If organizations in the service industries expect client contact employees to put in extra effort in customer service, it is necessary to care more for employees" welfare and value employees" contributions beyond the basic needs and assistance. When organizational climate is formed in an organization, the management should consider how to reinforce employees" voluntary participation in the organization"s service activities on top of building employee loyalty and encouraging performance of service delivery-related service oriented organizational citizenship behaviors (Wayne et al., 1997) .Organizational climate has partial effect on the relationship between employee-perceived organizational support and service-oriented organizational citizenship behaviors and has no effect to the factor of participation related service behaviors (Wayne et al., 1997) .
Timely confirmation on employees" work performance, high focus on employees" welfare, attention to employees" health and family, and timely assistances are all practices that help to create a perception of giving which in turn motivates employees to repay the organization for its care and empathy through extra-role behaviors. Open and regular announcements of benefit or assistance policies, i.e. offering a complete plan of career path, professional service training, or open channel of promotion, are also effective in conveying the organization"s determination to support its employees. This in turn builds employees" trust in and identification to the organization.
According to Eisenberger et al. (1986) , organization support (OS) perceived by employees refers to how much an organization cares about the welfare of its employees and how much it values the employees" contributions to the business. When employees construe that their organization trusts and values them, a sense of obligation sets in, and they reciprocate by working hard towards the organization"s goals, as a payback for the organization"s recognition of their values. Organizational support satisfies employees "social emotional needs. When employees feel respected, cared for, and accepted, teamwork is improved and role identification reinforced. The belief, that an employee will be rewarded for working hard catapult higher organizational performance, job satisfaction, and organizational commitment, and reduces employee turnover (Rhoades and Eisenberger, 2002) .This belief of organizational support also improves employees" voluntary citizenship behaviors because the basis of social exchange is founded on the trust and goodwill built up in between the two parties of exchange. (Eisenberger et al., 1986 (Eisenberger et al., , 1990 Rhoades and Eisenberger, 2002; Shore and Wayne, 1993; Yoon and Suh, 2004) .Employer and employee relationship develops and both parties develop rights and obligations that go beyond the call of duty.
From the perspective of employer/ employee relationship, when a positive relationship exists between the employer and employees, organizational support not only motivates employees to take their work seriously but also attracts a sense of belonging or emotional identification towards the organization. Employees may even voluntarily engage in activities that are beneficial to the organization without asking for tangible rewards (Eisenberger et al., 1990) . They voluntarily participate in the growth of the firm and these voluntary behaviors are exactly manifestation of OCBs (Wayne et al. (1997) .According to Van Dyne et al., 1994 , Organization support reinforces employees acceptance to internal/external adaptation of the organizational values e.g. that is, customer first. Employees may become even more devoted in the performance of in-role and extra-role work behaviors to improve customer services as well as the organizations over all images. In the aspect of loyalty citizenship behaviors, organization support represents certain socio-economic rewards and such rewards oblige employees to display loyalty behaviors (Graham, 1991) .
Therefore, the more OS felt by employees, the more likely they would push the sale the products or services to customers as well as representing a positive image for the company (Bowen and Schneider, 1988) . With the view to repay the organization"s support, which arises from a mutual-benefiting relationship, employees tend to proactively participate in management and development of the business (Rhoades and Eisenberger, 2002) .Client service employees accurately relays information to the management relating to customers" needs, as well as relevant suggestions for improvements, based on their everyday experience with customers (Bettencourt et al., 2001 ). When employees view mutual trust from the employer, they develop higher willingness to quickly respond to customers "needs with a courteous service attitude. It is essential for an organization to care, motivate and respect its employees, as well as to boost employees" confidence and make them feel there is a supportive organizational climate. The organization can further implement organizational activities, training courses; a reward system and customer service feedback strategies and induce employees to willingly exhibit the loyalty and service delivery expected by the organization(Andrew, 2004)..
Firms should encourage employees to actively propose suggestions for improvement of customer services and willingly exhibit active participation through achieving better service efficiency, higher customer satisfaction rates and maximum revenues.
Reducing staff turnover and retaining key staff has become a core strategic objective for most organizations. This has necessitated the need for better management of people through different contracts (Andrew, 2004) . Most of the contracts of employment are either formal or informal. The formal contract is written and sets out employment rights, responsibilities and duties called the terms of the contracts. This contracts typically lay out the wages, bonuses, vacations, medical leaves (including maternity/paternity), stock options, and other benefits and compensation that the worker receives for fulfilling his/her obligations to the employer. These obligations are also specified in the contract, as is the case of duration of the work, employee engagement, the authority of the employee, ownership of intellectual property, and dispute resolution mechanisms. These agreements also include termination provisions, and they may also include postemployment confidentiality, non-compete, and non-solicitation clauses. This formal contract governs the relationship between employer and employer formally (Employment Act, 2007).
Although formal contract has tried to highlight areas of legal compliance in the employment relationship, it has not managed to enhance employee relations especially in the medium sized firms. It has only drawn a line of legal compliance but has not facilitated the enhancement of employee relations (Casio, 2010). The employee rarely participates in the making of this formal contract but find an already prepared contract by the employer. This contract has inadequately elicited the virtue of trust, commitment, fairness, creativity and teamwork in medium sized organizations. Formal contract just highlight without practically giving details beyond employment contract as psychological contract does to fill the gap (Barnardin 2010). Formal contract fails to outline the byproduct of fulfillment of contract; that is for high productivity achievement (Casio, 2010) .
This has necessitated a shift from formal to informal (psychological) contracts owing to emerging trends in employment relationship like outsourcing, short contracting, multi-tasking and globalization. The notion of the psychological contract was first coined by Argyris (1960) to refer to employer and employee expectations of the employment relationship. They are mutual obligations, values, expectations and aspirations that operate over and above the formal contract of employment (Armstrong, 2006) . Rousseau (1989) , described psychological contract as reciprocal `exchange of agreements between employer and employee. Failure to meet those expectations can lead to breach or violation which in turn can lead to break up of the employment contract. Many relationships at the workplace have been mauled by turnover of key employees due to poor organization climate.
According to CIPD report (2001), negative relations and further poor organization climate at the workplace may elicit disciplinary action, conflict, stress and burnouts. Organization support through fulfillment of employee needs play an important part in creating the agile enterprise (Maguire, 2002) . Fulfilling the psychological contract is an essential part of positive employee relations and further positive organization climate. Unitary theory states that management is the sole source of authority and there organization is the sole source of loyalty. This encourages teamwork and respect of leadership for a common objective. Pluralist view appreciates an organization as a system with interdependent unit"s maintained at equilibrium. Pluralism elicits trust within the relationship of employment and further a positive climate due to trust (Cave, 1994) .
Violations of the psychological contract by either party cause dissatisfaction or strained employer/employee relationship resulting to poor organization climate. It result to distrust, and a feeling of powerlessness among employees, which often lead them to seek a union to restore equity and fairness in the workplace or to simply leave for another company .Most organizations have become more informal to meet customer needs (Peters, 1993) .Violation lead to frustration, anger or resentment which can lead to deterioration in trust, de-motivation, staff turnover, reduction in job satisfaction and decline in organizational commitment. This is happening in all organization whether small, medium or large. (Morrison and Robinson (1997) , Robison, (1994). Conflicts and misunderstandings only add to tensions and in turn decrease the productivity of the individual where organizational climate is not cultivated. This bring about by employee dissatisfaction with the job, absenteeism, less concerned of customer delight and less commitment (Carsio, 2010) .Large organizations in U.S.A are avoiding negative organization climate by proactively managing employee relations effectively through creating fun in the workplace. (Gomez,2010) .Actions that may violate a specific individual psychological contract may be within the norms of the social contract.
Thus, breach of a psychological contract between an employee and employer will be perceived at an individual level (Robinson & Morrison, 1995; Robinson, Kraatz, & Rousseau, 1994), whereas violation of the social contract will, most likely, be perceived at an organizational or societal level.
Ehrlich (1994) suggested that a belief in employer reliance entails employer responsibility for providing training and enhancing the skill level of employees. Thus, the ideology of employer reliance creates expectations that the employer is mainly responsible for providing retirement income and substantial health benefits to the employee. Given that beliefs about employment relationships are developed on a societal macro level (McKinley et al., 1998; Rousseau, 1995) , individuals may have differing perceptions of employment relationships.
Organization support on Teamwork and conflict resolution:
Perceived organizational support can help in building teamwork as an effective means of solving conflicts in an organization. The conflict or problem at hand can be subjected to the views of the participants whose solutions to the problem differ. Conflicts are many and may arise from the steps towards achieving of the given a group goal or the members in the team can disagree on the goal itself. According to Russell (2005) , there is no necessity of the team to solve the problems to be performed by a group of individuals. However, the synchronization of individuals, mutual adaptation and co-operation are necessary for solving problems.
In a good climate team participants adjust, communicate and cooperate (Dey,2003) .He argued that without communication and mutual cooperation, teamwork is unsuccessful. The communication used in teamwork can be either verbal or non-verbal. Through teamwork, the management of an organization can establish the goals of the organization regarding specific aspects with the help of teamwork. Effective teamwork can be achieved through motivation of the participants.
Successful teamwork leads to quality work and better organizational operations with increased success at all levels of the organization (Linden, 2002).Many organizations have adopted teamwork in their operations making it to be very valuable.
Teamwork enables organization to overcome obstacles through consultations and sharing of ideas. For success, the team participants must possess some skills and abilities that can enable them to perform their duties pertaining to the tasks of the group. Where such skills and abilities are limited, organizations have to train the employees and impart in them the specific needed skills, Critchley, et al (2007) .
Employee Involvement and co-operation in Practice and organization climate
Marchington (2001) sees employee involvement as a feature of soft rather than hard HRM. In firms with a hard orientation, Marchington (2001) considers that the numbers-driven, cost-cutting mentality reduces involvement to a one-way communication channel aimed at transmitting management decisions and propaganda to staff. This contrasts with organizations that are true believers in employees as their greatest asset where there is a strategic commitment to sharing information and opinions and achieving a workplace culture that meets business needs. Peccei and Rosenthal (2001) examined attempts to engender desirable customer-oriented behaviors among employees in the context of a major change initiative in a retail company. The change programme which assumed that management behavior, job design and values-based training would produce a feeling of empowerment among employees, and that this sense of empowerment would lead to pro-social customer-oriented behaviour. A large-scale employee survey showed that staffs who took a positive view of management behavior and who had also participated in value-based training were more likely to feel empowered. In turn, Peccei and Rosenthal (2001) found a positive relationship between positive organization climate and customer-oriented behavior.
Perceived Organizational Support (POS) is the degree to which employees believe that their organization values their contributions and cares about their well-being and fulfills employees' socio-emotional needs (Dean, P. B. 1996). POS is generally thought to be the organization"s contribution to a positive payback dynamic with employees, as employees tend to perform better to reciprocate received rewards and favorable treatment. This idea bloomed from Eisenberger and Rhoades' organizational support theory (Eisenberger, 1986) . Such POS would increase employees" felt obligation to help the organization reach its objectives, increase their identification with the organization, and contribute to their expectation that improved performance would be rewarded. Behavioral outcomes of POS would include increased in in role and extra-role performance, increased organizational commitment, and decreased withdrawal behaviors such as turnovers and absenteeism. When employees perceive that they are receiving fair treatment in comparison to their coworkers, they perceive more support (Eisenberger, 1986) .
Organizational rewards and job conditions play a large role in perceived organizational support as well. Sometimes, extrinsic motivation can mean more to an employee than the intrinsic one because perceived appreciation has the power to turn a bitter employee into a content employee. Eisenberger and Rhoades discuss the many ways that employers can show appreciation and reward their employees which include among others, paying their employees fairly (Eisenberger, 1986 ) recognizing their employees for new ideas, exceptional work, etc.; promoting their employees when they deserve it; providing job security as incentive to remain with the organization; encouraging autonomy to correspondingly increase production and morale; reduce stress when made aware of it; and to provide proper training, to ensure employees" confidence in their jobs (Eisenberger, 1986) . Some of these factors carry less weight than others do. Being autonomous increases an employee"s desire to continue to remain loyal to his or her organization because if he feels competent and confident in his ability to do well, he will be less likely to give up or lose faith.
There are many possible consequences of POS discussed in Eisenberger and Rhoades"s analysis of studies done on POS (Eisenberger, 1986 ). The first is organizational commitment like affective commitment, continuance commitment, and normative commitment (Levy, 2013) . Affective commitment, or feeling an emotional tie to one"s organization, is important in employees because it demonstrates a deeper meaning for work than simply earning money. Continuance commitment, or knowing that staying with one"s organization will be less costly in the end than leaving, is telling of extrinsic motivation to remain wherever one will profit the most. Normative commitment or feeling compelled to stay because everyone else is. Some other consequences of POS include changes in withdrawal behavior, the desire to remain, strains on employees, performance, job related affect, and job related involvement, Dean (1996) .
POS can be positive if reciprocation of support and respect occurs between employer and employee. If the reciprocation does occur and the employee feels that he or she is being appreciated and respected for the work that he or she is doing, the POS is increased, Dean (1996) .If the respect and appreciation is either not present or is not expressed adequately, then the employee may begin to harbor suspicion, which may increase organizational cynicism (Eisenberger, 1986) . Organizational commitment may, at that point, be lessened; thus jeopardizing the stability of the organization. Reciprocation can include a wide array of things, such as pleasing pay and benefits, a promotion, mutual respect between employer and employee (Levy,2013) ..
Effects of organization climate on performance
According to an experiment done by a group led by Wayne Hochwarter, there is a non-linear relationship between POS and performance (Levy, 2013) . Predicted was that high POS was correlated with high performance. Of course, perfect correlations happen infrequently.
Just as POS does not always positively correlate with performance, neither does job satisfaction (Eisenberger, 1986) . Although POS probably does have an effect on many employees' performance, it does not necessarily cause performance to increase or decrease in productivity.
A low perception of organizational support can result in employees being wary of reciprocation. Reciprocation wariness can be caused by events that are perceived as not being beneficial to the employee, for example, not receiving payment seemed necessary, or not receiving a good payment for the appropriate length of time (Levy, 2013) . According to Lynch and Armeli, fewer companies today than in the past implicitly guarantee long-term employment, provide generous pay increments and comprehensive health benefits, or subsidize general education courses. Examples like these are possible sources for reciprocation challenge amongst employees, potentially lowering their perceptions of organizational support (Eisenberger, 1986 ).
Socio-emotional factors and organization climate
The above is just as important in employee health as it is in non-work related circumstances. It is important for post to be high because an employee's feeling of belonging, respect, and support raises his or her morale, which has a positive effect on performance. It is similar to the feeling of support from family and friends (Eisenberger, 1986 ). However, although each employee most likely has some need to be fulfilled, those needs are not necessarily all the same. It is all relative. Also, some employees might need more support than others. Some might have higher socio-emotional needs. The employee who has higher socio-emotional needs tended to need more approval, esteem, emotional support and produce more when their POS was high (Eisenberger, 1986) .Accordingly, strain is affected by POS. When POS is low, strain tends to be perceived in greater intensity. When POS is high, strain is generally perceived as lower, even if it is just as present Dean (1996) .
Teamwork in workplace
Margerison and McCann (2005) define a team as a group of people carrying out work collectively. Success in the work done is achieved if a good team is chosen. In course of executing duty, the individual members of a group that forms a team should have a common goal towards success. The qualities of a good team are capable, intelligent, communicative individual with a clear understanding of the problem at hand would like to cooperate in order to solve the problem as a team. The team should achieve the intended goal as a team and not as individual members of the team. This can only happen in good organization climate supported by the organization itself as a path to success (Levy (2005) .There is a connection between teamwork and looking for ideas such as problems and conflict solving ideas. These factors are interconnected and dependent on each other and therefore cannot be separated. In this regard, communication and cooperation are common and present everywhere. A team performs their tasks with creativity, purpose and meaning. People want responsibility when it is given to them with trust. To build organization climate of workplace teamwork, organization must "let go and let God" as the old saying goes. It's important to give the team the skills to cope and perform in difficult situations, and the confidence that they have your trust to succeed (Boland, 2007).
III. Supervisor Support Has Been Found To Have a Positive Impact On Organization Climate
A research by Litwin and Stringer at Harvard University indicated that 50 to 70 per cent of an organization"s climate can be traced to its leadership or management style. In other words, good managers create good climates, while poor managers create poor climates. Both affect performance. This is said to be true in all sectors of the economy, large or small. To understand the climate that one creates as a manager, he/she need to ask him/her need to ask some basic questions, Litwin (1998).
1. Do the people in my team feel encouraged to do their best? 2. Do I recognize them when they do perform well? 3. Do they understand what i expect of them and why? 4. Do I give them clear feedback so that they know when they are doing well?
Research has shown that Leaders who use styles that positively affect the climate had better financial results than those who did not; Studies have shown that leaders who have mastered four or more styles (esp. the authoritative, democratic, affiliate and coaching styles) have the very best climate and business performance. The leader can detect the climate they display through the following areas (Michele, 2011)
Flexibility
In a positive climate, new ideas are accepted easily and unnecessary rules are kept to a minimum. Supervisor by focus is on getting the best people together to do a job, rather than establishing long lines of authority. To improve this dimension, a manager need to reduce the number of regulations and the amount of red tape, encourage employees to come up with new ideas and establish a structure with minimum lines of authority.
Responsibility
Employees tend to be more motivated when they are allowed by their supervisor to accomplish tasks without constantly seeking their managers" approval. To improve this dimension, it is important for the supervisor to delegate as many tasks as possible to employees and to hold them accountable for the outcomes. They should also be encouraged to take calculated risks without fear of blame.
Standards
In a poor organizational climate, management places little emphasis on improving performance. Managers need to set challenging but realistic goals, give regular feedback and make sure that performance measures are adequate and clear. Individual employees should be given plenty of opportunity to take part in the goal-setting and planning process.
Rewards
A positive organizational climate is one in which employees are recognized and rewarded for good performance. To improve this aspect of an organization"s climate, managers need to use encouragement more often than they use threats or criticism. The promotion system should help the best people rise to the top and the rewards offered should be in direct proportion to the quality of employees" output. Development opportunities should be used to both reward and improve performance.
Clarity
People rarely give their best when they are not sure what they are expected to do. It is important for managers to make sure that employees know exactly what is expected of them and how they can contribute to the organization"s goals. Policies, procedures and lines of authority should also be clear.
Team commitment
People need to be loyal to the organization and proud to belong to it. In most roles, they need to be able to co-operate with others in order to get the job done. Managers should make sure they resolve conflicts quickly and foster co-operation between individuals.
Climate and leadership style
Managers can directly influence their employees" ability to excel by aligning their leadership/management style with the specific demands of the situation they are in and of the people that they work with. When these are out of tune, effort falls away and a bad climate elicit. Managers must be encouraged to develop a variety of leadership styles, since the more styles managers have, the more situations they can manage. That said, research suggests that authoritative and coaching management styles tend to produce positive results in most situations, while coercive and pace-setting styles have to be aligned to specific situations or their impact is usually negative. The affiliate and democratic styles work better if they are backed up by an authoritative style.
To apply these guidelines, individuals and organizations need to become more active in measuring both organizational climate and management style. This will give them hard data about what needs, or does not need, to be changed. Armed with this new understanding, they can begin a developmental journey that will link their own behavior to the bottom-line results of the organization that they hope to lead into the future. Such an approach has proved successful for organizations as diverse as Pepsi Co, ICI, The British Army and Unilever. It could prove equally invaluable for your own organization. A supervisor can create a positive climate by enabling an environment where: a) There are no unnecessary rules, procedures, policies or practices; b) Employees are given authority to accomplish tasks without having to constantly seek approval; c) Challenging but attainable goals are set for the organization and its employees; d) Employees are recognized and rewarded for good performance; e) Everyone within the organization knows what is expected of them; f) People are proud to belong to the organization. Well-coordinated management policies also promote performance of customer service behaviors; especially, organizational support is highly effective in organizations that have service-oriented organizational climate. To the service industries, management policies, such as reward systems that effectively reflect service performance (i.e. Employee of the Month), timely assistance from the direct supervisors, supply of peripheral tools that help employees perform services, and regular collection of customer feedback on the services, convey messages to employees that demonstrate how much the organization values customer service and express the organization"s expectation on loyalty, service delivery, and participation related, service-oriented organizational citizenship behaviors. Also, a linkage of organizational climate to the evaluation and remuneration system will reinforce employees" identification to the scope of in-role behaviors. When employees sense the support from the organization, they will also exhibit customer service related loyalty, service delivery, and participation service oriented organizational citizenship behaviors. Employees would exhibit loyalty by proactively guarding the rights of the organization, promoting a positive image for the organization and exhibiting an attitude of dedication during the course of service delivery.
As relates diversity, there should be no discrimination (Noe,2008) .Manager should take control of this by managing expectations(psychological contracts) through clarity of goals, skills and competences required to achieve this and the values they should uphold. (Amstrong,2006) .Large organization pursue this having a strategic plan well documented and referred in some decision making.
Workers want to know whether change is stimulating and interesting or offers an opportunity or is it an affliction. Some organizations believes in employees as their greatest asset where there is a strategic commitment to sharing information and opinions and achieving a workplace culture that meets business needs, Peccei and Rosenthal (2001).
Meeting employees expectations result to good relations, positive organization climate hence less turnover, high performance, trust, teamwork and innovations and enthusiasm (Carson et al,1999) . Gomez, (2010) asserts that failure to anticipate and respond to employees feeling may result to failure of a decision. Carsio, (2010) asserts that there is consistent and reliable relationship between organization climate and profitability, productivity, employee retention and customer loyalty.
According to CIPD report (2001), negative climate at the workplace may elicit-disciplinary action, conflict, stress and burnouts which strains employer and employee relationship and further separation.
In large organizations, Unions effectively plays a key role in maintaining employee relations as exemplified through cooperation between parties in the relationship, consultations of union and management. When there are clear channels to resolve problems proactively, fairness is experienced and efficiency is realized (Gomez et al, 2010 ). Careful management of organization climate has a positive contribution to effective employment relations (CIPD report, 2001 ).
Having good employee relations means providing a fair and consistent treatment of all employees which has challenged many Human Resources Managers in medium sized firms. Managers must play a key role in building strong employee relations and organization climate through, developing quality procedures and policies that effectively communicate in a timely manner. Supervisors support employees through listening, observing and helping in employee concerns.(Gomez,2010).To develop and sustain good relations, supervisors must keep employees informed of the company"s policies and strategies. This brings out new behavior and skills needed (Gomez, 2010). Armstrong (2001) asserts that good organization climate is influenced by economic, social, political, ethical, legal and psychological factors.
Good organization climate bring forth mutual beliefs, perceptions, and informal obligations between an employer and an employee. It sets the dynamics for the relationship and defines the detailed practicality of the work to be done.
It is distinguishable from the formal written contract of employment which, for the most part, only identifies mutual duties and responsibilities in a generalized form. (Guest &Conway,2002) .
According to Creswell (2007) , teamwork is essential to the success of any organization. Productive teamwork can energize the entire organization. An organization can succeed if it knows how to select the right team that can work effectively well through cooperation and teamwork. Michalisin, et al (2004) adds that knowing how to select the right members of a team is important because no matter how hard a group might work together, without the right people on the job, the team will fail. Teamwork is important for every memberGood climate signifies that employees should feel positive about their identity, their job as well as about being a part of such a great organization. According to Noe, (2008), when the employees do not behave as per accepted norms of behavior, indiscipline sets in. Absenteeism, change in employee"s behaviour, slow performance and grievances are all forms of employee indiscipline. Thus, when the employees fail to meet management expectations in terms of standard performance and behavior, it is referred to as indiscipline. In such cases, it must be ensured by the management that steps should be taken so that employee"s behavior is in conformity with the managerial expectations (Aggrwal & Bhargava, 2007) .This may be a product of poor climate.
Similarly, the employees also expect from the management to provide them a safe working environment, fair treatment, proper incentives, participation in decisions, and needs satisfaction. The failure on part of management to meet these expectations is termed as grievance. When the employees fail to meet their own expectations whether in terms of personal goals, career goals, performance, self-respect, etc. it is referred to as employee stress. Excessive workload, insufficient workload, peer pressure, excessive/unreasonable use of authority by the management, lack of promotional opportunities, nature of job, etc. all again lead to employee stress (Noe, 2008).
All the above mentioned organizational factors influencing employees" relation must be carefully tackled. An optimistic approach to strengthen disciplinary culture rooted on shared norms of employees should be adopted. An effective grievance redresses system should be there. Stress management strategies should be followed in the organization (Armstrong, 2001 ).Employee has expectation of fair and just treatment by the management. Thus, management must treat all employees as individuals and must treat them in a fair manner. Employee favoritism should be avoided. Employees" job should not be monotonous but should be interesting and challenging. This can be done by assigning employees greater responsibilities or indulging them in training programs (CIPD report 2001).
A leader should maintain a continuous interaction with the employees. Keep them updated about company"s policies, procedures and decisions. Keep the employees well-informed. Informed employees will make sound decisions and will remain motivated and productive. Also, they will feel as a member of organizational family in this manner. Employees must be rewarded and appreciated for a well-done job or for achieving/over-meeting their targets. This will boost them and they will work together as a team. This brings forth a positive organization climate. Encourage employee feedback. This feedback will make the employers aware of the concerns of employees, and their views about you as an employer (Noe, 2008) .
Employees should be given competitive salaries. They should be fairly paid for their talents, skills and competencies. Managers should be friendly but not over-friendly with the employees. Managers should build a good rapport with the employee. The employee should feel comfortable with the manager/supervisor rather than feeling scared (Noe, 2008) .
It is the prime duty of the superiors and team leaders to discourage conflicts in the team and encourage a healthy relationship among employees. No individual can work alone. He needs the support and guidance of his fellow workers to come out with a brilliant idea and deliver his level best (Bernardin, 2010 ). An individual spends his maximum time at the workplace and his fellow workers are the ones with whom he spends the maximum hours in a day. No way can he afford to fight with his colleagues. Conflicts and misunderstandings only add to tensions and in turn decrease the productivity of the individual. One needs to discuss so many things at work and needs the advice and suggestions of all to reach to a solution which would benefit the individual as well as the organization (Bernardin, 2010).
There is so much more to life than fighting with each other. Studies say that a healthy relation among the employees goes a long way in motivating the employees and increasing their confidence and morale. One starts enjoying his office and does not take his work as a burden. He feels charged and fresh the whole day and takes each day at work as a new challenge. If one have a good relation with team members you feel going to office daily. Go out with your team members for a get together once in a while or have your lunch together. These activities help in strengthening the bond among the employees and improve the relations among them (Bernardin, 2010) If one does not agree to any of your fellow worker"s ideas, there are several other ways to convince him. Sit with him/her and probably discuss with him where he/she is going wrong and needs a correction. This way he would definitely look up to you for your advice and guidance in future. He would trust you and would definitely come to your help whenever you need him. One should never spoil his relations with his colleagues because you never know when you need the other person.
Avoid using foul words or derogatory sentences against anyone. Don"t depend on lose talk in office as it spoils the ambience of the place and also the relation among the employees (Bernardin, 2010) .
One needs to enter his office with a positive frame of mind and should not unnecessarily make issues out of small things. It is natural that every human being can not think the way you think, or behave the way you behave. Counsel the other person and correct him wherever he is wrong. It is of utmost importance that employees behave with each other in a cultured way, respect each other and learn to trust each other. An individual however hardworking he is, cannot do wonders alone. It is essential that all the employees share a cordial relation with each other, understand each other"s needs and expectations and work together to accomplish the goals and targets of the organization (Bernardin, 2010) While managing change in the firm, the employee involvement in making sure the change is effected is very important while the management has to ensure that the skills processed by the employees are compatible with those required in the market to meet the customer needs (Bernardin, 2010) . With the increased importance of the positive climate, the human resources is has shifted its focus to quality, innovation and reduction of the cost. Employee relations (ER) is better viewed as a long term goal rather than short term because it deals with the way the HRM treats the people in long term view. It thrives best in a positive climate. Today in most industries, the HRM is recognized since it's of big concern to the company since it's not meant to only ensure that the employees comply with the laid down policies but also win commitment of the workers, this therefore makes the relations a worthy investment. HRM strategies are affected or influenced by the decisions made in relation to the structure, strategy and considering the external factors like the legal system, labor market position and the influence of trade unions (Aggarwal & Bharva, 2008) .
Nowadays, employees are often selected and recruited into an organization because of their particular skills and expertise that can assist the organization in attaining high performance standards (Aggarwal &Bharva, 2008) . At the same time as the competition for the best employees increases, managers, human resource Directors, and recruiters are all looking for the right combination of inducements in attracting these individuals, (Bernardin, 2010). Gaining a better understanding of what employee"s desire for their employment relationship is essential to the success of these efforts. Accordingly, these are the learning outcomes that are being aimed in this study for finding out whether psychological contracts help or hinder our understanding and prescription for orderly employee relations (Bernardin, 2010).
Change refers to new reporting relationships, responsibilities, procedures, policies, equipment, tools, and/or software used on the job. Here the supervisor must direct how an organization or work unit responds to change as a whole, rather than how individuals respond. (Katz and Kahn, 1978) .The supervisor must be a good communicator and the organization needs to put open communication structures in place. Culture describes how things are done in an organization or agency. A leader who Create a learning culture elicit positive climate.
Decision-making is the process used in selecting a solution to a problem, deciding how to allocate funds or resources and how to reorganize work. A leader must have decision making capabilities to guide on positive attitude. Effective supervisor need to delegate duties to elicit a warm climate ideal for employee development. Competencies refer to work related skills and knowledge. Supervisors must match job with individual competences to build a positive climate.
Morale is how an employee feels about him or herself. How good or bad do they feel about their selfimage in relationship to what they do where they work and how they are doing at their place of employment. They are reinforced by the supervisor support and encouragement.
Performance evaluations are formal, written appraisals of an employee's work as well as informal verbal feedback given to employees about work by supervisors or by team members in self-directed work teams. Deviations are corrected by the supervisor given that they set goals together and rewards awarded for surpassing expectations, this creates a positive organization climate.
Quality refers to doing things right the first time. Quality services means meeting the needs, standards, and expectations of clients being served. A supervisor who encourages this throughout the work units creates an enabling environment or a good climate for all to associate with.
Training and development refers to work related educational experiences offered by the organization to its employees to increase their skills and knowledge. The employees feel valued and payback by doing more than the bear minimum.
According to the social exchange perspective, when an employee senses that their contributions to the company are noticed, they may feel obligated to help the organization to achieve the company goals (Eisenberger, Hutchison and Sowa, 1986) .Driven by this sense of obligation, employees are more likely to perform not only in-role but also extra-role organizational behaviors (Organ, 1988; Settoon, Bennett and Liden; 1996; Ling and Wang, 2007; Peng, 2007) . Client service personnel provide instant services and responses to customers, and perception of such services and responses often have direct influence to customers" overall impression on the organization and their decisions for repeat purchases (Saeed, 1990) .
Though it is rather difficult to regulate OCB through formal organizational management systems, substantial control may be achieved through indirect, unofficial methods, i.e. messages delivered by OC (Schneider, White, and Paul, 1998) . Recent studies on customer orientation have also put forward that an, organization must first create a work environment that facilitates improvement of employee satisfaction, organizational commitment, and work behaviors before the organization can improve customer satisfaction, quality of service, and customer loyalty (Paulin, Fergusonand Bergeron, 2006; Schneider and Bowen, 1985) .
The reason is that OC molds the attitudes and behaviors of employees, with which they interact with the peers and customers. It is also possible to change employees "definitions on the scope of job roles. Schneider et al(2005) indicated that when both the managers" efforts and the internal service environment are working towards creating an OC, this OC will be developed towards customer-oriented service behaviors. OC conveys how important an organization sees certain service behaviors and forms a frame of reference seen by employees as the unchartered norms expected to be observed (Ajzen and Fishbein, 1980) ; some may even see the extra-role citizenship behaviors as part of their job duties. Therefore, when employees sense that their service behaviors are valued by the organization, a sentiment bearing the context of "repaying the organization "for its support may be formed and an interactive effect of the two factors creates a potential for reinforcement of serviceoriented OCB.
The organization"s management should always think strategically as they constantly change the culture of the organization. The leaders are to facilitate, coach and be consensus builders as well as consultants regarding planning and strategic management.
Transformational leadership, which is described as the superior leadership performance that occurs when leaders broaden and elevate the interests of their employees, when they generate awareness and acceptance of the purposes and mission of the group, and when they stir their employees to look beyond their own self-interest for the good of the organization, Jennings (2002.
Supervisor support was found by Eisenberger and Rhoades to be strongly related to employees" perception of support. Typically, people view their employer"s actions, morals, and beliefs to be indicative and representative of the organization"s actions, morals, and beliefs.
V.
Theories on Organizational Climate
Unitary Theory
Organizational climate have theoretical base on relational contracts which are long term and open ended relationship founded within unitary organization in exchange for support, loyalty and trust. In unitary view the management is the sole source of authority and there organization is the sole source of loyalty. This encourages teamwork and respect of leadership for a common objective meaning the leadership is charged with the responsibility of building a positive organization climate that will bear fruits of loyalty and organizational citizenry (Cave, 1994).
Pluralist Theory
Transactional contracts are short term relationships set within pluralistic organizations and characterized by mutual self-interest. Pluralist view appreciates an organization as a system with interdependent units maintained at equilibrium. Pluralism elicit trust within the relationship of employment(Cave 1994).Understanding and keeping organizational climate is key to success of any organization regardless of whether transactional or relational (Andrew et al, 2004) .
Building on the framework introduced by McKinley et al. (1998) , employees who are employer reliant believe that the appropriate conduct in employment relationships is support for and care for the employee in terms of providing long-term job security in exchange for loyalty and dedication which a perception of organization support for good climate (Downs, 1995).
Herzberg Theory of motivation Job satisfaction
Working in a team empowers people and helps them develop autonomy, which is a source of job satisfaction and reduces stress, (Hayes, 2005) . The factors leading to job satisfaction corresponds to the employee"s need to further his or her qualifications, career and to develop his or her personality , (Hayes, 2005) .Other factors that influence job satisfaction compromises working conditions , wages of employees, the management styles employed and the organization itself. These are denoted as motivators or satisfiers and dissatisfiers which has little influence on positive attitudes to work. Satisfaction is important for employee performance. If teamwork increases employee"s job satisfaction, then the productivity of the employee will improve 
Equity Theory
The equity theory states that employees feel entitled to what they are given as workers, based on their inputs to the job. Therefore, fairness can be perceived even if the rewards differ in size, based on employee rank. Fairness can also be described as unwritten expectation or the fairness of happenings in the organization. The office politics or the promoting of self-interest, are often related to employees perceptions of procedural justice (Eisenberger, 1986) .
VI. Conclusion
Perceived organization climate can be positive if reciprocation of support and respect occurs between employer and employee. If the reciprocation does occur and the employee feels that he or she is being appreciated and respected for the work that he or she is doing, the Perceived organizational climate is increased, Dean (1996) .If the respect and appreciation is either not present or is not expressed adequately, then the employee may begin to harbor suspicion, which may increase organizational cynicism (Eisenberger, 1986) . Organizational commitment may, at that point, be lessened; thus jeopardizing the stability of the organization. Reciprocation can include a wide array of things, such as pleasing pay and benefits, a promotion, mutual respect between employer and employee (Levy, 2013) .
